and sense of being valued, ultimately increasing commitment and improving productivity.
To focus the study and guide the development of a research design, the following research questions were developed:
• What does achieving a work-life balance mean to the company's employees? • What specific stressors do the company's employees face in balancing home and work-life commitments? • Do the company's employees perceive different stressors at critical points of the family life cycle? • What organizational factors promote or detract from achieving a work-life balance? • What could the organization do to assist employees to achieve a work-life balance?
Specific variables of study were work-life balance, home and work-life stressors, critical points of the life cycle, organizational factors, and the employer's role.
LITERATURE REVIEW

Work-Life Balance
The literature did not provide a specific definition for work-life balance. However, key articles were identified (AON Consulting, 1999; Canadian Fitness and Lifestyle Research Institute, 1998; MacBride-King, 1999b , 1999c Ness, 1997; University of Alberta, 1998) . No theoretical literature related to work-life balance was located using the Citations in Nursing Allied Health Literature database.
Stressors
Several current articles examined worksite stress in relation to causes of stress in the workplace, the impact of stress on health or absenteeism, and strategies to cope with stress (Crawford, 1993; Majumdar, 1998; Peterson 1997; Thomas, 1993; Walcott-McQuigg, 1994) . The work of Ness (1997) and Woods (1996) addressed stress in relation to balancing work and family life. Qualitative data collected by the Conference Board of Canada (MacBride-King, 1999c) supported the need for discussion related to the specific type of stress experienced. Neuman's Systems Model (Neuman, 1995) was identified as a framework that could be used for examining intrapersonal, interpersonal, and extrapersonal stressors impacting employee work-life balance.
Family Life Cycle
When seeking a basis for the study of life cycle issues, it was identified that all workers face demands specific to their life stage (Canadian Fitness and Lifestyle Research Institute, 1998) . Further, the works of the Conference Board of Canada (MacBride-King, 1999a , 1999c , McGovern (1992) , and McGovern (1996) consider the competing demands of work and family in relation to care of children, older adults, and sick family members. Albright (1992) , Gates (1990) , and Walcott-McQuigg (1994) address the needs of women in the childbearing years. No theoretical literature was located relative to the study of family developmental theory in relation to work-life balance. Duvall's (Friedman, 1992) family developmental theory provided direction for focus group discussions as participants were requested to identify their current developmental stage(s). This information was later used when reviewing sampling representation.
Organizational Factor and the Role ofthe Employer
Both primary and secondary literature sources discuss organizational factors and the specific role of the employer in reducing stress, improving work-life balance, or enhancing employee commitment to the organization (Albright, 1992; AON Consulting, 1999; Canadian Fitness and Lifestyle Research Institute, 1998; Crawford, 1993; Gates, 1990; MacBride-King, I999a, 1999b , 1999c McAbee, 1994; McGovern, 1992 McGovern, , 1996 Ness, 1997; Thomas, 1993; Walcott-McQuigg, 1994; Woods, 1996) . Although limited from a theoretical perspective, this information was determined useful for comparing and contrasting the responses of study participants relative to factors supporting or working against work-life balance, and the role of the employer in promoting work-life balance.
Nursing Literature Review
The literature review revealed that most of the current work related to work-life balance and the role of the employer in achieving this balance, has been initiated by the corporate sector (AON Consulting, 1999; Canadian Fitness and Lifestyle Research Institute, 1998; MacBride-King, 1999b) . Secondary source articles provided nursing insight into the competing demands of work and family (McGovern, 1992 (McGovern, , 1996 Norbeck, 1986) . Other nursing literature focused on worksite stress, with a predominant emphasis on the unique needs of working women (Albright, 1992; Crawford, 1993; Gates, 1990; McAbee, 1994; Thomas, 1993; Walcott-McQuigg, 1994) . Ness (1997) provides a nursing perspective in her work to examine individual perceptions of health, but does not provide evidence of using nursing theory to guide her research.
RESEARCH DESIGN AND METHODOLOGY
The primary design of this research study was qualitative descriptive (Bums, 1997) . No manipulation of the variables was involved and no relationships among the variables were predicted.
Focus group interviews were used as the primary method of data collection. The rationale for this choice was that focus groups (Krueger, 1988; Morgan, 1988; Quinn Patton, 1987; Sim, 1998 ): • Work well in determining perceptions and feelings.
• Provide in-depth information from fewer individuals. • Provide a forum for investigating what participants think and why they think as they do.
• Are a highly efficient data collection technique.
• Are often more enjoyable to participants.
TARGET POPULATION AND SETTING
The target population for study was employees working for a large employer within an industrial setting. To improve homogeneity of groups and facilitate open dialogue, the target population was limited to nonsupervisory employees. The number of subgroups participating in the study was not limited in an effort to capture the diversity of the target population. Instead, attempts were made to create a group process where all participants would speak freely. The focus group discussions occurred in a neutral location on the worksite, during work hours. Both regular day and rotating shift employees participated. Managerial support was provided for 2 hour group discussions to occur on company time.
SAMPLING
Study participants were chosen using a key informant approach (Edmonton Social Planning Council, 1988) . Five formal work groups at staff, advisor, and leader levels were approached and requested to identify at least three individuals who they felt would best speak to the research questions. These identified individuals were also approached to provide names of individuals. A total of 129 names were provided. Names identified more than once were selected as suitable group participants because it was believed these individuals would have one voice that would speak for many. Individuals known to hold a supervisory position were not considered. Other names were not included on the first list of invitees as they were received late into the selection process. These names were placed on the list for future contact if the first list did not provide a sufficient sample.
A total of 94 individuals were invited to participate. Sixty-four of these individuals agreed to participate. It had been predetermined that between 20 to 30 individuals divided between three to four focus groups of 7 to 10 participants per discussion was an adequate sampling (Krueger, 1988; Morgan, 1988) . Because of the large response from individuals, a fifth group was scheduled. Attempts were made to schedule groups on a variety of days and times to accommodate for day and shift workers. Also, a priority was placed on accommodating individuals whose names were identified more than once on the selection list. A 20% over recruitment was used to cover for no shows.
Personalized invitations, including information about the purpose of the study, were e-mailed to selected participants. On receipt of a response from each employee, 'the initial contact was followed up with a second e-mail thanking them for their interest and outlining information related to the time, date, and location of the session. Finally, participants were contacted a few days prior to the event as a reminder and forwarded a copy of a focus group participant consent form to be reviewed and signed prior to participating. Anonymity of individual group participants was maintained until each group met. Anonymity of participants in other groups was also maintained.
In the end, a total of 45 employees participated in five focus groups. Size of the groups ranged from 6 to 12 employees. While no attempts were made to ensure a cross representation of subgroups, diversity in participants was achieved. The participants included 27 women and 18 men, ranging in age from late 20s to late 50s. Education levels varied from high school and college diploma, trades, university degree, and master's prepared. Participants worked in a variety of company departments in both day and shift rotations, and full and partial schedule positions. Years of experience with the company ranged between less than 2 to more than 20. Life stages of the participants included single or engaged, married, divorced, parents of children of all ages, planning for retirement, and dealing with aging parents.
DATA COLLECTION PROCEDURES
The primary method of data collection was tape recorded focus group interviews using the identified research questions to guide the discussions. Individuals familiar with the purpose of the study reviewed and provided feedback on the questions prior to initiating the research. This served as a pilot test for the questions.
The principal researcher facilitated focus group discussions. Open ended, probing questions were used where necessary to elicit the information desired. The support of two assistants was used to participate in the recording of comprehensive notes, observation of body language in the group, and post analysis discussion of each focus group session. Other data sources included flip chart notes of key phrases, tape recordings of discussions, and a journal. Prior to concluding data collection, consideration was given to data saturation. The principal researcher and assistants agreed the groups were beginning to repeat information, and new themes were no longer emerging. 
ETHICAL CONSIDERATIONS
All attempts were made to protect human rights and ensure the integrity of this research. Key stakeholders and potential focus group attendees were made aware of why the study was being conducted and how the results would be used. The roles of the researcher and assistants were also defined. At the beginning of each session, participants were requested to review and sign consent for participation, an overview of the proceedings was provided, and participants were assured of confidentiality and anonymity within the control of the researcher. None of the participants were forced to disclose private information they did not choose to share. Further, behavior ground rules emphasizing the need for all participants to be respectful of individual contributions and opinions were outlined. Agreement to tape record the discussions was obtained at the beginning of each focus group.
DATA ANALYSIS
The content analysis approach was used to identify themes and patterns in the collected data (Burns, 1997) . All tape recorded data were transcribed and forwarded to group participants for accuracy review. Flip chart notes, journal entries, transcriptions, post analysis discussion comments, and assistants' recordings were reviewed. As groupings of ideas began to emerge, the data were categorized into themes and key words. Using a data reduc-, tion process, the data were color coded and organized into smaller, more specific categories. After considerable review, the researcher wrote descriptive paragraphs about the categories looking for relationships between categories and emerging theories.
STUDY FINDINGS
The research questions provided the framework for organizing the study findings. Ideas and themes were examined according to the variables of study.
Work-Life Balance
No common definition of work-life balance was identified by the focus groups. While participants in all of the groups spoke about work-life balance in terms of "work at work, home at home," others expressed the need to be able to handle work outside of work hours and look after home life during work hours. One participant identified his priority as work, and although this was seen as an unhealthy balance by some, he was comfortable with this choice.
Balance was also described in relation to family. Making compromises between family and career, putting family first, and minimizing time children spend in childcare are examples provided.
Income was another factor used to define balance. For some, a higher income was believed to lead to a better work-life balance. As a dual income family member, one participant identified his work-life balance was better as an individual because he had to work fewer hours to provide for family needs, but family work-life balance would be better if there was a single income and one parent were able to attend full time to home activities.
Working at a downtown location was also identified as a part of achieving a balance. However, in contrast, working at the industrial site helped others to maintain a balance because they were less likely to return to the office to do work in the off hours.
Some focus groups identified balance changes through the life cycle. Participants expressed feelings that having children made it more difficult to achieve balance and further, there were increased demands as children become older. This is in contrast to MacBride-King's (l999c) research where it was identified that work-life balance improved as children became older. However, MacBride-King's work is reflective of the focus group discussions in relation to children overall making it more challenging to achieve a balance between work and home. Further, both studies indicate imbalance occurs when individuals take on more responsibility at work or have increased work demands. Focus group participants clearly identified that achieving work-life balance depends on the nature of the work and the availability of others with similar knowledge and skills sets to participate in the work being performed.
All groups talked about work-life balance in relation to work hours. Achieving a work-life balance was described as working partial schedule, having flexible work hours, or being able to say "no" to overtime requests. One participant identified that to maintain a balance, it is necessary to think about decreasing the average workweek and spending more time outside or away from work. This participant said, "To really have a balance we need to have more time at home."
Many comments made by the groups as they attempted to define the term work-life balance, reflected the belief that individuals sometimes have to make a conscious effort to set priorities, making choices and compromises to get balance back. In addition, there was an emerging trend to achieve work-life balance, both individuals and families must be involved in the compromises. For some families, having one spouse stay at home full time to manage home activities contributed to the balance. For others, sharing workload with the partner or moving temporarily to partial schedule to support a spouse who had moved to a work role requiring additional hours, assisted the family to maintain a balance between work and home life activities. In all discussions, it became clear that although defined in different terms, work-life balance involves setting priorities and making decisions. As stated by one participant, "Balance is about making choices and having options to change roles."
From a theoretical perspective, definitions were provided that reflected the need for some participants to achieve system stability and equilibrium (Neuman, 1995; Pender, 1996) . "Balance is a moving target where sometimes you have to give to work and it is satisfied but family is neglected or vice versa" and "Work-life balance is a three point triangle (work, fam-70 ily and personal activities) that shifts around depending on the time you have to put into that triangle" are examples of participant statements explaining how system stability is achieved in relation to imposed stressors. Further, reference was made concerning the need to consider the interactions between systems when striving to understand work-life balance. Comments such as, "Family time is important, but community life demands and commitments are also part of the balance ....we are part of the community and need to volunteer" and "Balance to me means scheduling time for self' are reflective of work-life balance in relation to interactions between individuals, family, and community. It was also made clear when balance or equilibrium becomes difficult to maintain, work and family come first and time for self or personal activities is sacrificed. Similar results have been identified in the literature (MacBride-King, 1999c) .
Stressors
Analysis of the data collected identified that employees are experiencing stressors in all classifications. Intrapersonal stressors were identified related to personal disabilities and expectations of self to meet demands of work and home life. Interpersonal stressors included relationships with supervisors and family members. From the work perspective, group members identified lack of understanding from supervisors in relation to home life pressures and subsequent lack of support for dealing with these issues.
Stress related to the company absenteeism policy and fear of becoming ill and missing work or having to attend to ill children were cited. All groups identified stressors related to workload. Too much work, unrealistic time lines and expectations, backlogged work, and lack of vacation coverage are examples of stressors felt by focus group participants.
Other extrapersonal stressors related to shift schedules, long work hours, being on call, and expectations to work overtime. Feelings were expressed that the company attitude is one forcing employees to choose between home and work and therefore not maintain a balance. Inflexible scheduling of company provided transportation was also identified as a stressor. A fear of not being able to get home to attend to urgent family matters was expressed. To reduce this stress, participants identified they might choose to drive to the workplace, but this created a different stressor related to highway safety concerns.
It is interesting to note that although some employees identified that the industrial location resulted in stressors, others identified that working downtown created different stressors related to the tendency to work longer or return to work because of convenience of office. While job security was identified as a stressor, there were conflicting opinions in relation to the company's no layoff policy. Some employees felt it was reassuring to know layoff was unlikely, while others felt it created stress when employees were transferred to jobs they did not want to perform. Finally, some par-ticipants identified that the company attitude toward working women created stress. The women felt they were constantly questioned about why they work instead of staying home with family. In situations where both parents work, it was expressed that the expectation is the mother, rather than the father, stays home because the latter would not be accepted within the company culture.
Family Life Cycle
Similar to the findings of the Conference Board of Canada (MacBride-King, 1999b , 1999c , McGovern (1992 McGovern ( , 1996 , focus group participants identified competing demands of work and family in relation to care of children, older adults, and ill family members.
In relation to children, all groups identified stressors during this life stage. Increasing demands to attend to children's needs and activities make it more difficult to meet company expectations to expand education, participate in project work, or work long hours. This results in stress because employees feel they must make a choice between work and family, or alternately find it difficult to make and keep family a priority.
Childcare issues were also frequently cited as major stressors. Lack of availability, cost, and poor quality were some of the concerns identified. The expense of raising children was identified as one reason for working. One participant said, "In most of our minds it is opposite to what it should be-when kids are little, we would like more time at home but the priority is that you need to work to feed them." Some participants identified dealing with sick children or children with special needs often creates situations where work must become a lesser priority but the work environment is not always supportive of this short term imbalance. Further, women still feel they are considered the primary caregivers and often feel pressured to decrease work or quit when home stressors become too difficult.
At the opposite end of the life cycle, many participants expressed stressors relating to dealing with older adults and family members who were sick or dying. Feelings of powerlessness to help family who live far away, increased expenses, time away from work to travel to family or significant others, and lack of resources to provide for the necessary care in the local community were identified as areas of concern, resulting in less energy to focus on work activities for a period of time. Individuals often find it difficult to know when to request time away from work when illness is prolonged. Frequently there is a need to make arrangements at the last minute. Caregivers are more likely to experience difficulty and stress in balancing their work and personal demands than those without such responsibilities (MacBride-King, 1999b) .
Dealing with pregnancy and new family members was also cited by focus groups as a time of stress and difficulty maintaining balance. Modified work and perceived decrease in career development opportunities during pregnancy have resulted in stress, particularly in relation to the need to advise supervisors early on in the preg-FEBRUARY 2002, VOL. 50, NO.2 nancy. Upon returning to work after the arrival of a baby, stressors were identified in relation to the length of maternity leave and the lack of options for gradual reentry into the work force.
According to some participants, being single can result in stress if employees new to the community are unable to find a partner. One employee stated, "I know people that have left the community because they are single and within 2 to 3 years of leaving here they have met a partner and started a family."
A final major stressor identified in relation to the life cycle was retirement. The need for adequate planning, confusion concerning when to retire or what to do after work, and feelings that once individuals are 50 the company no longer considers them for promotions or new role assignments were expressed as areas of concern. One participant stated that employees are afraid to ask questions related to retirement for fear they will be presented with a retirement package.
Organizational Factors
All focus groups were able to provide the researcher with insight related to organizational factors promoting and detracting from employees achieving a work-life balance. As anticipated, some factors promoted work-life balance for some, detracted for others. For example, while the current shift work schedule creates difficulty for some employees in terms of lack of time with family on weekends, others felt that 6 days off helps them maintain a balance.
All groups emphasized the importance of management support and flexibility to promote work-life balance. Statements such as, "To promote or detract from balance depends on the team leader accommodating for time off to respond to urgent requests" and, "You need someone that is flexible and understanding to give you time off when you need to make phone calls ....my team leader is a total person who understands family demands" were reflected in focus group discussions. In contrast, however, were statements emphasizing the negative impact when management demonstrates a lack of compassion or support for employees to attend to personal and family needs. Participants in all groups provided examples where the attitude and lack of support from managers detracted from work-life balance.
The need for consistency and flexibility in applying policies was also identified as a support to balance. Participants indicated they could understand that some inconsistency might be required when an employee is not demonstrating good work patterns, but concerns were expressed that inconsistencies are often more dependent on the supervisor, hierarchy, and department. "Application of policy is based on skills or company requirements rather than work-life balance," according to one participant. Further, some participants made it clear that while the company has a number of supportive policies, the nature of the support provided is dependent on the supervisor. Feelings were also expressed that policies are geared more toward supporting the day worker than the shift worker.
Hours of work were frequently cited as a factor impacting work-life balance. Employees working partial schedule or having the option of flexible work hours to better manage personal affairs felt their life was more in balance. Others felt the company's lack of open support for flexible time was a detraction. One participant said, "Areas of the company may talk about flex hours but until I see someone in management on flex hours then the message is if you decide to put family first then you won't be successful in the organization." In addition, some working a partial schedule indicated they often work additional hours at home because they are afraid their partial schedule will be taken away if they are unable to manage the work assigned.
Four groups identified excessive workload and unrealistic expectations as a factor detracting from work-life balance. The impression is that employees must work extra hours, making family life secondary, if they are to be promoted within the company. One participant stated, "There is lots of lip service to family and home life but when it boils down to it they expect work to come first; the focus is not on the family." Further, an opinion was expressed that the exclusion of employees from certain projects because of their life outside of work could result in not getting the best people for the job. Company vacation time, the availability of a company employee and family assistance program, health and wellness advisors, and support for employees to assist in major community volunteer activities were all identified as factors promoting work-life balance.
Employer Role
Many of the ways cited in the literature for organizations to assist employees to achieve a work-life balance were reflected in focus group discussions (AON Consulting, 1999; Canadian Fitness and Lifestyle Research Institute, 1998; MacBride-King, 1999c; McGovern, 1992; Walcott-McQuigg, 1994) . The need for policies that will provide employees with increased flexibility to manage time, establish alternate work arrangements, or take a leave in response to family and work demands was identified as a strong message during the discussions. Comments such as, "Employees should be able to determine when and where they do their 8 hours" or, "The company should change the core work hours to extend from 9 to 3 and then provide options for employees to start earlier or stay later as required" are reflective of suggestions provided. Some participants felt the organization should become more active in supporting the availability of safe and reliable childcare, after school care, and elder care within the community. Encouraging and supporting staff to take time off for short term needs was also identified.
A notion was expressed that employees might be provided a long term unpaid leave, similar to the company's maternity leave, to cope with ill or dying family members. In particular, it was identified that leaders need to better understand work-life balance and how to assist employees to achieve this balance. Further there was a belief expressed that the company needs to become more 72 family oriented and more openly demonstrate an understanding of the importance of work-life balance by endorsing policies to make it easier for women to pursue career goals and for men to participate more fully in their families' development. Similar to the results noted by the Canadian Fitness and Lifestyle Research Institute (1998), focus group participants also expressed the need for workloads to be reassessed. In addition, the participants expressed the need for the company to seek input from employees in relation to change as a means to positively impact work-life balance.
Although not specifically identified as an employer role, the importance of the company facilitating the development of social supports to promote work-life balance was implied throughout the discussions. Often individual participants provided ideas on how to improve balance without realizing they were supportive to others in the room. The need to foster this natural support system is in keeping with similar research that identified the value of building social supports in the workplace (Canadian Fitness and Lifestyle Research Institute, 1998; Heaney, 1991; McAbee, 1994) .
Ideas for employer support not mentioned in the literature included support for retirement planning and the continuation of benefits to extend into the employee's retirement years. Unique to this study was the need to provide increased flexible bus scheduling in support of achieving more flexible work hours.
STUDY IMPLICATIONS
The findings of this study are significant for occupational health nurses, organizational leaders, and policy makers.
Occupational and Environmental Health Nurses
This study provides insight into understanding employees' concerns relating to stress and work-life balance. It reinforces the need for nurses to listen carefully to individual employee differences when assessing health and wellness needs. The research data provide rationale to support the development of new employee wellness initiatives, such as parent or bereavement support groups. According to McGovern (1996) , "Support groups help pressured employees cope with multiple responsibilities without reducing either personal health or job productivity." Further, the data can be used as a basis for advocating for revised company policies in assisting employees to achieve and maintain a work-life balance that will positively contribute to their health, strengthen employer commitment, and improve productivity. Finally, the study results can be used as baseline data for future evaluations of the reduction of barriers to employee work-life balance.
OrganizaffonalLeaders
Leaders and managers could use study results to provide direction to their leadership style and decision making. The results indicate that more understanding, compassion, and sensitivity to family and home life responsibilities are required of organizational leaders.
IN SUMMARY
Work-Life Balance in an
Industrial Setting 2 Management support and sensitivity to family and home life responsibilities and flexible application of policies are believed to be key factors in promoting work-life balance in the workplace.
3 Occupational health nurses have a role in advocating for revised company policies to assist employees to ach ieve and maintain a work-life balance. The information provided in this article can be used to guide future evaluation for the reduction of barriers to employee work-life balance.
Focus on Advocacy
Dow-Clarke, R.A. AAOHN Journal 2002; 50(2) , 67-74
Employers have a role in assisting workers to manage conflicting priorities of work and family.
CONCLUSIONS
This study was initiated because of a desire to better understand the role of the employer in supporting work-life balance within an industrial setting. The study results have provided a deeper understanding of what work-life balance means to employees working within a specific industrial setting. It has also identified company specific factors that create barriers and promote the achievement of this balance. Further, the results could be used by the employer in the development of strategies to increase employee well being and sense of being valued, ultimately increasing commitment and improving productivity. and identifying parti cipants whose names alway s appeared more than once. Further, it is recognized that the involvement of an additional researcher would further validate the analysis and decrease the potential for researcher bias.
Finally, the data collected for this research were limited to the opinions and ideas of one company's employees. To advance theory related to work-life balance, it would be valuable for future research to compare and contrast views of employees from other companies.
Employees identified a need for the consistent and flexible applic ation of existing company policies to support their work-life balance. Parti cip ant s' definition of work-life balance indicated a des ire to contribute in positive ways to both the home and work environment. They believe they require leadership support of work-life balance through application of existing policies. Leaders could also use study results to better underst and the variety of employee need s and the importance of responding to needs in individualized ways that support work-life balance .
LIMITATIONS AND FURTHER RESEARCH
The primary limitati ons of this study include the excl usion of organizational supervisors or manager s and the limited involvement of occupational and shift emplo yees. While the researcher has identified specific reasons for the chosen sample, futur e research might focus on specific groups of employee s to examine differences in perceptions and need s. In particular, it would be of value to exam ine the views of formal leaders in comp arison to those of general employees. Also, it would be of value to initiate follow up research when new policies, procedures, or programs are implemented to assess differences in empl oyee defin itions, stressors, and barri ers.
Additional limitations relate to the sampling and data analysis processes. While it is believed that a cross represent ation of particip ants was achieved, the key informant process would be strengthened if additional time and resources were provided to continue request ing
Organizational Policy Makers
The results of this study have significant implications for organizational policy makers. First, the study provides a better understanding of employees' needs and a basis for continued dialogue with employees. Policy makers reviewing the results will gain insight to guide the development of new or renewed employe e initiative s, expanded or enhanced benefits, and communit y resource support. The data can also be used as a basis to review and strengthen existing policies in areas such as hours of work , extended lea ve options, and alternate work arrangements. Further, the results provide rationale for the implementation of processes to monitor the consistent and fair application of policies.
Finally, overwhelming respon se and enthu siastic participation of employees in this research project suggests the need for the company to demon strate in visible and tangible ways their recognition of the value of assisting employees to achieve work-life balance. The organization is encouraged to continue to exam ine how its corporate culture affects behaviors and attitudes toward work-life balance. As outlined in AON Consulting's ( 1999) Can ada @ Work report, Canadian employees expect a work environment fostering growth and empowerment, and allowing for a better balance of personal and work life. In exchange they will work diligently, conscientiously, provide value, and promote their organizations' service s and products.
